Evidence suggests that internal market orientation (IMO) assists companies in targeting their human resources (HR) and has been an important preceding concept in creating competitive advantages for the organizations (Gounaris, Journal of Services Marketing, 2008b, 22(1), 68-90). The objective of this research was to investigate which dimensions of IMO are related to the job satisfaction (JS) and appreciation (AP). The instrument for data collection was a structured questionnaire, which follows the model used by Gounaris (Journal of Business Research, 2006, 59(4), 432-448), and a descriptive quantitative research with 583 participants from a Brazilian healthcare company was conducted. The results of this empirical study found only three sub-dimensions, identification of exchange of value (D1M), job description (D5M) and management concern (D7M), as positively influenced with IMO. The survey indicated that the perception of the employees regarding the IMO is concentrated between 3 and 4 of the Likert scale, representing high levels of IMO in the sample and for JS and AP.
Introduction
Employees are the main source for the organization and meeting their needs as internal clients is a prerequisite for organizational success (Ahmed, Rafiq, & Saad, 2003) . Internal market orientation (IMO) has been an important preceding concept in creating competitive advantages for the organizations (Gounaris, 2008b) . Piercy (1995) was the first to advocate the idea of an orientation for the internal market, and in the 1990s, the first studies focused on that matter emerged, which pointed at the necessity of having a set of values established as a base for the IMO (Gounaris, 2006) . Institutions which adopt that concept seek to add value to internal marketing (IM) actions from the perspective that the employees are internal clients of the company and their job posts are the products to be sold (Lings & Greenley, 2005) .
Many healthcare organizations in England have been using their workforce to their advantage, so that they can face the significant challenges of dealing with financial constraints and the increasing demand of the patients (Hewison et al., 2013) . The concept of an organization focused on IMO that strengthens the relationship of the company and its employees and of employees with their managers leads to positive impacts, such as, higher level of commitment and satisfaction with the organization (Gounaris, 2006) .
In this sense, Anokise and Ahmed (2009) showed the importance of the employee's role in the performance of the organization. There are case studies that demonstrate the positive effects of IMO on organizational performance, such as, the research of Gounaris (2006) in hotels in Greece, where it was noted a direct relationship between the IMO and employee satisfaction. Cerase and Farinella (2009) explored the relationship between job satisfaction (JS), work motivation and organizational commitment. Abzari, Ghorbani and Madani (2011) also conducted a study on the effects of IMO on the organizational commitment of the hotel industry in Iran and found that the IMO is positively related to organizational commitment was evident. It is worth adding that the study of Shekary, Moghadam, Adaryany and Adaryany (2012) analysed the IM in the banking industry and obtained similar results with respect to the positive and significant effect on employee commitment. Gounaris (2006) argues that the IMO is an important component for the development of IM and suggests using the model in different types of organizations. Mainardes and Cerqueira (2015) studied Brazilian fire fighters and suggested research in businesses that have employees with similarities related to the researched organization, like emergency field. Therefore, this article aims at answering the following research problem: which dimensions of IMO are related to the JS and appreciation (AP) at work?
Thus, the objective of this study was to investigate which dimensions of IMO are related to the JS and AP at work.
Even though the number of companies which have adopted the concepts of IMO and the number of research papers written about it have increased over the last decade (Gounaris, 2008b) , there are, still, few studies concerning to IMO. The concept of IMO is a relatively recent one, and the studies conducted by Gounaris (2006 Gounaris ( , 2008a Gounaris ( , 2008b are limited to applying the questionnaire in a single country, solely with the front-line staff, and to a company from one single area of the hotel services. Also, in the research conducted by Mainardes and Cerqueira (2015) at the Military Fire Fighters Department of a state in Brazil, low levels of IMO were verified.
The academic contribution of this study is to broaden the discussion on the concept of IMO, extrapolating the questionnaire at a country in Latin America, at a healthcare services company, where employees must meet several types of clients, showing the complexity of this line of business and the need for further strengthening on the issue in this industry. The practical contribution is to present the institutions with alternatives to address the spread of IMO practices and thus achieve a more homogeneous understanding of the concept within the institution, making the IM and HR strategies more effective in the pursuit of employee satisfaction.
Literature Review

Elements of Internal Marketing in Service
Three decades ago, IM was introduced as a tool that could consistently raise the quality of services provided. Although not a new concept, it is not yet fully understood the concept and scope of IM (De Farias, 2010) . Berry (1981) points out that one can visualize the IM as follows: employees are the internal customers and the activities of these employees are the inner products. Therefore, it should consider providing internal products that satisfy the needs and desires of these internal customers, given the organization's goals. Bansal, Mendelson and Sharma (2001) stated that the current economy, increasingly serviceoriented, demands that companies attract and retain these internal customers to ensure a sustainable competitive advantage.
In the service organizations, the quality of service is directly related to the quality of human resources (HR). De Farias (2010) indicates that most of the early work on IM focused on motivation and employee's satisfaction and Berry, Hensel and Burke (1976) stated that the way found to achieve employee's satisfaction was to treat them as customers. According to Rafiq and Ahmed (2000) , as well as external customers, internal customers wish to have their needs met, as this will increase their satisfaction and thus increase the possibility of generating external satisfaction and loyalty. Therefore, although the IM refers to all functions of the organization, the focus is on human resource management (Collins & Payne, 1991) .
It is noteworthy that one of the elements of IM is presented by Bansal et al. (2001) regarding job security, which consists in offering employees a reasonable assurance that they will not be fired, regardless of economic cycles. The same author adds the other element that is extensive training, since the front-line staff must have the necessary knowledge and expertise to ensure the quality and effectiveness of services provided. Training is a paramount importance, since the company deals daily with lives. Therefore, the organizational efforts to retain the best employees, including benefits and promotions received according to their performance, are positively related to JS, AP and loyalty to the organization.
Furthermore, it is important for organizations to act transparently as this is an important ally in the quest for the employees' trust and therefore a key element for IM. It is necessary to openly share relevant information about the organization, for example, strategic planning and financial performance. Nevertheless, in line with the training and transparency, Bansal et al. (2001) indicate that organizations with emphasis on internal customers should engage in the reduction of status distinctions, as this can create a sense of inferiority in some members and therefore a reduction in motivation. This concern is not a routine part of IMO practised by the company in focus and professional qualification; however, it can be an important aspect to be considered in the perspective of the employees' satisfaction.
The primary determinant of a positive response for the internal market is the information generated in the formal and informal interactions between managers and their teams. Managers need to intentionally devote time to having frank conversations with their staff and anticipating to the senior management what they can do for their employees' satisfaction (Lings & Greenley, 2010) . If that relationship is fragile, as evidenced by the low averages in the related sub-dimension, it must be strengthened so that the perception of IMO is appropriate in the organization (Lings & Greenley, 2010) .
Internal Market Orientation, Job Satisfaction and Appreciation
The definition of what is IMO and what it can do for the organization can be a reason for limiting the use of IM due to confusion that many companies have on the concept of IMO (Gounaris, Avlonitis, & Papastathopoulou, 2004) . The results show that without an organizational culture oriented to the market, the marketing programmes alone are not sufficient to produce satisfactory results (Gounaris, 2006) and also the external marketing applications depend on application internally of marketing (Berry, 1987) . Gounaris (2006) reported that only in 2004 the first study on orientation to the internal market by Lings was produced (2004) ; however, the study was theoretical. Later, Lings and Greenley (2005) , through empirical testing, focused on the IM effort of organizations and Gounaris (2006) presented a theoretical model in empirical research about the IMO in a hotel chain in Greece.
The organization's commitment base required to produce value for its internal market through understanding of your needs can be replicated in the organization's commitment level with your customers (Slater & Narver, 1999) . This allows a symmetrical orientation and ensures a balance of internal and external orientation at the organization level (Pitt & Foreman, 1999) . Through the IMO, IM becomes more effective and it strengthens the competitive position in external markets (Ahmed et al., 2003; Grönroos & Shostack, 1983) . Lings (2004) described three pillars of IMO and its components. Gounaris (2006) suggested an alternative model for adopting the IMO, based on the Lings model (2004) , which was taken into account a hierarchical approach between the three pillars and their components (Figure 1 ). The same author listed the sub-dimensions of the model in accordance with important aspects of IMO in organizations: participation in decision-making (Grönroos & Shostack, 1983) , empowerment (Rafiq & Ahmed, 2000) and JS. The result of the empirical study by Gounaris (2006) demonstrated a positive correlation with the IMO aspects described above. (2006) wrote that IMO is an important goal of IM programmes and a key indicator of performance, considering the performance of the organization and the employees. Faced with the proposition that the application of IM can be an antecedent of organizational commitment, clarify that employees are the key organizational actors and the IMO is a tool that proposes actions to educate, inform, reward and manage HR and thus increase the level of service delivery. In short, to realize this concern of the company, employees tend to commit to organizational success and to demonstrate the feelings of satisfaction and motivation at work.
Gounaris
From this perspective, Lings (2000) concludes that the success factor of the IM is associated with the range of employee satisfaction. However, reported that among the benefits derived from the practice of IMO to JS and AP, it is important to highlight the improvement in service quality and the reduction in staff turnover rate and knowing what employees perceive regarding the IMO, which means promoting and putting into practice an open dialogue atmosphere among subordinates, peers and superiors (Grill, Ahlborg, & Wikström, 2014) .
It is noteworthy that it was already established that the IMO activities stimulate central behaviours related to core business, as well as encourage the improvement and the practice of facing additional behaviours, for example, to the exercise of citizenship, as seen in the study of Abzari and Ghujali (2011) with officials of Bank Melli Iran. It is noted that the orientation level for the internal market can provide benefits beyond increasing the quality of services obtained by the scope of the motivation of its employees.
Cerase and Farinella (2009) explored the relationship among perception of change, JS, work motivation and organizational commitment. also conducted a study on the effects of IMO on the organizational commitment of the hotel industry in Iran and found that the IMO is positively related to organizational commitment which was evident. It is worth adding that the study of Shekary et al. (2012) analysed the IM in the banking industry and obtained similar results with respect to the positive and significant effect on employee commitment. The research of Mainardes and Cerqueira (2015) in a fire inspection service in Brazil found low levels of IMO and low levels of JS.
Proposed Theoretical Model of IMO
In this context, although the model of Gounaris (2006) demonstrated the totality of the aspects approach of IMO, he was directed to a specific type of the private sector and does not provide the specifics of the service sector; therefore, in the proposed model in this study ( Figure 2 ) the sub-dimension related to 'aware of labour market conditions' and 'segment internal markets' was withdrawn. Moreover, the subdimensions in this research were only related to the aspect of JS and AP. Gounaris (2006) wrote that JS is an important goal of IM programmes and a key indicator of performance considering the performance of the organization in relation to the IMO.
Methodology
Given the purpose of this study, the research method used was the descriptive quantitative with the transversal cut to investigate which dimensions of IMO are related to the JS and AP at work, and the questionnaire of Gounaris (2006) at a big healthcare company in Brazil was applied, with over 320,000 clients, 2,250 associated doctors and 2,030 employees, who are distributed throughout 16 different work sites.
The choice of this company is justified by the fact that it is the most representative in the area of healthcare services. The impacts of the IMO in this area can be perceived in a significant way on the employee and client relationship. Another key factor is that the branches of the organization are not located in a single place.
The work in a healthcare company is a type of service that is directly related to the lives of the clients, being employee satisfaction relevant for the successful performance of the tasks listed above. In the survey, 583 employees participated. The sample of the study was determined by convenience and includes employees from 16 different areas and sectors, spread through all hierarchical levels and periods of work. The instrument used for data collection was the questionnaire, which was developed based on the model proposed by Gounaris (2006) .
The data collection instrument was a structured questionnaire, which follows the model used by Gounaris (2006) with 10 sub-dimensions ( Figure 1 ) and 43 questions. For this study, all two dimensions were left out: 'aware of labour market conditions', 'segment internal markets' and two questions from the dimension 'target internal segments'. The company's request was made because those dimensions and questions are focused on practices which do not permeate company policies and the HR department considered that applying them could generate expectations which would not be fulfilled by the organization.
Thus, the questionnaire was drawn up containing questions that could pinpoint the socio-demographic profile of the sample, and 28 statements that include 8 out of the 10 sub-dimensions of IMO proposed by Gounaris (2006) . Two dependent variables were included related to the satisfaction and AP of employees.
Questionnaire was made up of two blocks. In Block 1, the questions to characterize the sample were conducted, as it is shown in Table 1 . In Block 2, the questionnaire was made up of 28 questions (independent variables) which characterize the sub-dimensions proposed by Gounaris (2006) in his theoretical model (Figure 1 ) and two dependent variables related to the JS and AP of employees (dependent variable). The questions and sub-dimensions that were conducted are shown in Table 2 . Questionnaire was applied online from January 2014 to March 2014. The data analysis technique used was the Student's t-test. The descriptive statistics, the average and standard deviation of the variables were first analysed as a whole.
Data Analysis
Sample Characterization
The initial analysis identified that the sample of respondents to questionnaire was representative of the population surveyed. Table 1 shows the clustering of results. Average deviation + 1 Standard deviation**
1.36
Source: Survey data. Notes: *Inverted: The questions were inversely evaluated. They were negative questions that, during the analysis, had their results inverted, so a high number actually means a positive agreement. **Average of the standard deviations plus another standard deviation.
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The most respondents are females (73.58%), aged between 30 and 39 years (44.77%), married (48.03%), from administrative areas (40.31%), with a high school degree (49.91%), less than 3 years of working for the company (56.26%) and working in the business hours (76.16%).
Comparing the sample's data from the studied population, the numbers represent well the reality among the total number of employees. As for data on the workplace, there is a statistical prevalence of respondents from administrative areas, but the number of employees from hospitals is significantly higher. Although the proportion between the two areas was the opposite of what was expected, 40 per cent of the total number of employees in the administrative areas and 18 per cent of the total number of hospital employees answered the questionnaire, which are significant percentages of the interviewees compared to the number of employees. Table 2 describes the averages and standard deviations of the questions and eight sub-dimensions.
Descriptive Statistics
The results demonstrate that, from the respondents' perspective, the company has a relevant degree of IMO. The average of 3.54 points shows a positive relation between leaders and subordinates. The concern of head management with their team was demonstrated in the regular meetings with their employees, seeking to understand their needs, and has been perceived by employees of the company, which strengthens the role of leadership and generates a positive perception to the degree of IMO (Gounaris, 2008b) .
Despite the average figures for those statements were high, their standard deviations exceeded 0.5, which indicates there was not much consensus in the opinions. Table 3 lists the questions which had a standard deviation higher than 1.36 (average standard deviation plus one deviation). That analysis will be further detailed throughout this section. (Table 3 Continued)
The answers with up to three points show neutrality, and the lowest averages were obtained in questions: D4D (2.29); D6B inverted (2.32); D6C (2.46) of the sub-dimensions 'communication between managers' and 'remuneration system'. The organization does not encourage managers to discuss issues in order to find a joint solution for employees' problems. The results of the averages of the remuneration system dimension are the weakest dimension of the degree of orientation to the IMO.
The averages that came closest to neutrality were as follows: D2A (3.29); D2B inverted (3.17); D3D (3.41); D4A (3.50); D4B inverted (3.02); D4C (3.49); D6A (3.25); D7A inverted (3.07); D7B (3.18); D7C (3.27); D8A (3.16). Those results turn out that the HR policies should strengthen the spread of the information about the employees among management, as well as the view the employees have of high management.
The two dependent variables in this study, SAT (4.32) and VAL (3.71), obtained a positive result (even though the standard deviations were high), which suggests that the IMO adopted by the organization is on the right track and therefore is reflected on the high level of satisfaction and perception of AP by the employees. When analysing the highest standard deviations (higher than 0.5) in the researched averages, it was observed that there was not much consensus in the opinions. In the analysis of the quantity of positive and negative answers to each of those questions and the standard deviations higher than 1.36 (which corresponds to the average standard deviations), as shown in Table 3 , it was verified that the higher values (agree and totally agree) prevail in over 50 per cent of the answers. From that disparity, it can be inferred that the high value of standard deviations, which signal distinct opinions, may be more among respondents from different locations than respondents from the same location, a possibility that would be required a deeper assessment of those points.
The IMO means high satisfaction, AP and commitment and, therefore, in organizations results through better customer service (Gounaris, 2006 (Gounaris, , 2008a (Gounaris, , 2010 Kohli & Jaworski, 1990; Lings, 2005; Narver & Slater, 1990) . It is important to identify these divergent opinions, as the IMO practices are performed in a same way in the whole organization Analysing relation with the averages in the sub-dimensions (Table 2) , although the standard deviations remained above 0.7, which indicates that the averages do not reflect the consensus from the sample, three sub-dimensions that were researched stand out in a positive manner: D1M (3.84), D3M (3.74) and D5M (3.78). Those three dimensions are related to the management positions, which should be responsible for managing the inputs and outputs related to employees. Inputs are what the employees provide to the organization, their effort, time, loyalty and commitment. As the output they receive from the company, one can mention their salary, financial benefits, status for belonging to that company, recognition for well-executed work, and sense of accomplishment (Lings & Greenley, 2005) .
The high averages of the three dimensions indicate that employees perceive that their direct supervisors are concerned about their satisfaction and AP and aim at (be it through formal or informal tools) identifying their needs; communicating with them about tasks and organizational objectives; plus demonstrating openness for them to express their opinions. Corroborating with this positive role of management (Keelson, 2014; Lings & Greenley, 2005) is the perception that employees have their duties and tasks described clearly to them.
The two sub-dimensions which had the lowest averages were 'communication between managers' (3.08) and 'remuneration System' (2.68). The average on the sub-dimension 'communication between managers' may express a low level of information sharing among sectors, which hinders the dissemination of information and the search for joint solutions to the problems and issues related to employees (Kohli & Jaworski, 1990) . The 'remuneration system' obtained the lowest average, weakening one of the most important parts of IMO, which is the organization's response to the needs and expectations of the employees (Ahmed et al., 2003; Lings & Greenley, 2005) .
In Table 2 , issues referring to 'internal market intelligence generation' were identified; the company has obtained better results in the 'identification of exchange of value' (3.84) than on 'target internal segments' (3.23), which suggests that the company, in the perception of the employees, has used tools to understand the needs of the employees that can lead to the formulation of generalist HR policies, disregarding peculiarities from the several people involved (Gounaris, 2006; Lings & Greenley, 2005) .
There is a certain deficiency in the communication between managers (3.08), but the communication between managers and employees is well established on the dimension 'internal intelligence dissemination', since it is the main source of knowledge and information dissemination, and essential to strengthen the bond between the employees and the organization (Lings & Greenley, 2005) .
The dimension 'response intelligence' has its highlight on the sub-dimension 'job description' (3.78), but 'remuneration system' (2.68) had the lowest average. Table 4 shows the linear regression model of JS and AP. The adjusted R 2 indicates that satisfaction is the dependent variable explained by the covariates in 33.5 per cent and AP in 42.4 per cent. The model has significant with p < 0.05 being significant at 95 per cent.
Linear Regression
Moreover, the validity test of ANOVA was significant, the randomness test supports the hypothesis for randomness, the Kolmogorov-Smirnov test for adherence, in turn, supports the hypothesis of normal distribution and, finally, the homoscedasticity test supports the hypothesis of homoscedasticity. Table 5 presents the independent variables that influence JS and AP.
Given the sub-dimensions (independent variables) of the Gounaris (2006) model, it is worth mentioning that the model presented in Table 5 showed that the following sub-dimensions influence JS, according to the significance of the independent variables: identification of exchange of value (D1M), job description (D5M), management concern (D7M) and training (D8M). Also, in Table 5 , the model shows that the sub-dimensions that influence AP are identification of exchange of value (D1M), job description (D5M), remuneration system (D6M) and management concern (D7M).
Discussion
As it was found that the average sub-dimensions (independent variables) showed similarity with the average JS and AP at work (dependents variables), the research with this sample converges with the literature on the relationship between satisfaction and AP with the IMO. According to Ahmed et al. (2003) , Gounaris (2006 ), De Farias (2010 and , internal customers wish to have their needs met, as this will increase their satisfaction.
Even though all media from the sub-dimensions are below 4, the average of JS is above 4 (4.33), verifying a small positive elasticity of JS in relation to IMO, and can possibly be attributed to the fact that the activity of the hospital's employees be linked to vocational issues and a sense of pride in being part of an organization that works to save lives.
Another important approach that should be done is that the model of Gounaris (2006) was tested with employees of a hotel chain, setting a sample of the marketing segment of the service sector. This research was conducted in another type of service sector, which has specific peculiarities, such as, healthcare in case of diseases, accidents and others. Perhaps for this reason, it can be explained why only four subdimensions are significant in the tested model for satisfaction and AP.
As for linear regression, as shown in Table 5 , it was found that the independent variables, identification of exchange of value (D1M), job description (D5M), management concern (D7M) and training (D8M) positively influence the dependent variable JS, and identification of exchange of value (D1M), job description (D5M), remuneration system (D6M) and management concern (D7M) positively influence the dependent variable AP. In addition, the employees of this sample realize that the organization researched has IMO, and, to have, must focus on these sub-dimensions. Thus, the results of the IMO relationship with JS and AP show that only three subdimensions, identification of exchange of value (D1M), job description (D5M), management concern (D7M), have a positive influence, which reinforces the relationship of these the IMO subdimensions with the satisfaction and AP of the internal clients, disregarding the other subdimensions proposed by Gounaris (2006) , as shown in Figure 3 . Specifically, each of the major sub-dimensions is discussed in the literature. According to Lings (2004) , Gounaris (2008a) , and Abzari and Ghujali (2011) , identification of exchange of value is an important antecedent of JS and this also proved relevant in the service sector, as it is observed in the results. It must be acknowledged that not all employees have the same expectations and focus on the identification of the expectations can expand the overall satisfaction and AP of employees.
Another antecedent to highlight is the management concern of its employees. In this work, such subdimension showed up as an influence of the JS and AP. This sub-dimension (management concern) was previously reported by Piercy (1995) , Hogg and Carter (2000) , Gounaris (2008b) and Gounaris, Vassilikopoulou and Chatzipanagiotou (2010) as relevant for the increase of JS and AP, being identified here that employees feel more satisfied when your manager cares about them.
Finally, it is worth to highlight the sub-dimension job description. As noted in the study presented, if the employees are well instructed to his duties, the tendency is to become more satisfied with his work, than being an antecedent to employee satisfaction and AP, something also identified by Butler and Collins (1995) , Hogg and Carter (2000) , Bansal et al. (2001) , Collins and Payne (2001) , Conduit and Mavondo (2001) , Gounaris (2008b) and Shekary et al. (2012) . Shields and Ward (2001) suggest that job dissatisfaction is a predictor of turnover and the promotion and training opportunities have great effects on JS, something also identified here, and which corroborates with the studies by Ahmed et al. (2003) , Lings (2004) , Gounaris (2008a) and Shekary et al. (2012) . In short, it was realized that the findings corroborate in part to the literature by providing evidence that the behaviour of healthcare company employees from the hotel employees, especially since the original model of Gounaris (2006) , explains less than half of satisfaction in this sample with workers of a healthcare company. Considering this, probably, there must be other sub-dimensions to be found and that are influencing the satisfaction and AP of the healthcare company workers.
Considerations and Practice Implications
The survey aimed to investigate which dimensions of IMO are related to the JS and AP at work and indicated that the perception of employees regarding the IMO is concentrated between 3 and 4 of the Likert scale (agree and completely), representing high levels of IMO in the sample. It was also found that the Gounaris (2006) model has limitations for application in all service sectors. For instance, in this study it was found that only four sub-dimensions were significant in the regression model for JS: identification of exchange of value (D1M), job description (D5M), management concern (D7M) and training (D8M), and only four sub-dimensions were significant in the regression model for AP: identification of exchange of value (D1M), job description (D5M), remuneration system (D6M) and management concern (D7M). And for both JS and AP, only three sub-dimensions were significant: identification of exchange of value (D1M), job description (D5M) and management concern (D7M).
It is important to highlight that the study was conducted with only one organization, although the representatively of the organization sample has been significant and it is the most representative in the area of healthcare services. The impacts of the IMO in this area can be perceived in a significant way on the employee and client relationship. In addition, the branches of the organization are not located in a single place.
Given the context, the main finding of the research refers to the perception that employees understand that the organization has high concern with its internal market. De Farias (2010) pointed out that service excellence is related to the commitment of employees and IM aims at motivating these employees, since satisfaction in the context of internal customers can interfere with success in the context of external customer satisfaction. Gounaris (2006) highlights the need for the IMO, because there is a direct relationship between the commitment of internal customers and the performance of organizations.
One limitation to note is that healthcare sector presents different configurations of the hotel sector, which was the sample studied in the model that provided the groundwork for this study by Gounaris (2006) and, probably, was explained by three of eight dimensions tested. This leaves room for future researches, to identify other sub-dimensions that are not presented in the original model and that were not tested in this research.
Another limitation of this work was not including, in the questionnaire, two sub-dimensions which make up the dimension 'internal market intelligence generation', as requested by the company. There are important sub-dimensions for identifying the employees' needs and even though that dimension had an above-average result (3.83). The low percentage of respondents out of the total number of employees from the organization (18%) is also considered limitations.
The research has theoretical contributions to the literature regarding the IMO in the healthcare sector and to understand that each area of the company has its own peculiarities and, then, must be faced in different ways. Furthermore, the research brought practical contributions to HR in health, through the knowledge of the level of the IMO and the understanding of the dimensions related to JS and AP. And it is also for businesses that have employees with similarities related to the emergency work and companies.
For the service providing industry, in which the key element to achieve high quality in the service that is provided to the customers is having satisfied employees, so that the process is successful (Iliopoulos & Priporas, 2011) , knowing their perception about the organization's IMO contributes to the direction HR and IM policies and practices should be head.
For future researches, first, it is suggested to raise specific indicators for the healthcare sector to meet the peculiarities of this research field and search a different sample or a sample with several organizations in this sector. Secondly, it is suggested that IMO's relationship with employee performance be investigated. Third, it would be relevant to conduct studies focusing on public healthcare services in order to compare the results within the healthcare private sector.
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